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This work presents a comprehensive study of the effectiveness of a social work informed 
casework training curriculum specifically developed for use with paraprofessionals, those 
without a four-year degree, working in a social service agency.  Many studies have been 
written outlining the benefits of paraprofessional support in social service agencies, but 
little exists in how to properly train and support those paraprofessionals in their job roles.  
This study was designed to evaluate a new training curriculum to be utilized in meeting 
that very need within the field.  Multiple inferential analyses were conducted using pre- 
and post-test scores of 143 participants working in a national non-profit agency across 
multiple states.  There were two primary research questions explored for this study.  
Research question 1: Does this training curriculum increase participants’ knowledge of 
best practice interventions for service delivery to vulnerable individuals and adults?  
Research question 2:  Does this training curriculum increase paraprofessional 
participants’ knowledge of best practice interventions for service delivery to vulnerable 
individuals and adults?  Inferential analyses utilized in this study found that there was a 
significant difference between pre- and post-test scores of paraprofessionals and 
professionals trained utilizing the Social Work Informed Casework Training Curriculum.  
This study has led to recommendations of evaluation of current new-hire training and on-
going training and support programs within non-profit social service agencies utilizing 
paraprofessionals to provide support to vulnerable populations.  This study further 
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recommends and evaluation and possible future study around on-going training and 
supervision for professionals within non-profit social service agencies.  An evaluation of 
the transfer of best practice knowledge around this area and how it is carried out into the 
field could be extremely valuable to social work programs preparing professionals for 
leadership roles within social service agencies. 
 Keywords:  paraprofessional, training, training curriculum, social work informed, 
social work training, agency training 
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Effectiveness of a Social Work Informed Casework Training Curriculum for 
Paraprofessionals in Non-Profit Social Service Agencies 
Chapter 1:  Introduction 
Introduction and Problem Statement 
The use of paraprofessionals, individuals without a four-year degree in a human 
service-related field, in social services agencies has been a common practice for decades 
(Armstrong, 2010).  As the social work profession began to take on its full identity, and 
President Lyndon B. Johnson declared “War on Poverty” in his January 8, 1964 State of 
the Union Address, the demand for workers to meet the immediate needs of an 
impoverished society increased exponentially (Feldstein, 1971).  This increased demand 
resulted in the promotion of the use of paraprofessionals in social service agencies to 
meet the growing needs of communities throughout the country.  Over time this 
continued to remain as common practice and many research studies were conducted to 
understand the benefits of utilizing paraprofessionals who were indigenous to the 
community (Atkeson, 1967; Birnbaum & Jones, 1967; Hardcastle, 1971; Nittoli, Giloth, 
& Robert, 1997; Metha, et al., 2019, Armstrong, 2010).  Many studies have outlined the 
benefits and provided guidelines for effective use.  The guidelines highlight the 
importance of task specific training for the job being conducted as well as ongoing 
training and supervision from a social work professional (Hardcastle, 1971; Loring, 1977; 
Brawley & Schindler, 1991; Armstrong, 2010).   
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A specific, faith-based national non-profit agency1 focusing on providing social 
service support to the most vulnerable, is no different in its reliance on paraprofessionals 
to meet the growing needs of the communities in which it is present.  The problem we are 
presented with in this non-profit agency is that it continues to utilize paraprofessionals to 
administer front-line support to vulnerable individuals and families with little to no 
training and on-going support to provide service according to best practices.  Due to this, 
a training curriculum has been developed for MSW supervisors to train and support 
paraprofessionals within the agency, and the study focused on validating the effectiveness 
of the training.  The study design consisted of training the MSW supervisors through a 
train the trainer program.  The supervisors then train the paraprofessionals with a pre- and 
post-test given to determine effectiveness of increasing knowledge of evidence-based and 
best practices.  A pre- post-test was also given to other paraprofessionals not part of the 
sample trained.  This served as the control group for comparison of pre- and post-test 
scores. 
Validation of this training will provide a consistent framework of best practices 
for all paraprofessionals within the agency.  This will provide a framework that is 
currently lacking in the literature specific to social service delivery.  There is research 
available for the training of paraprofessionals within the education field and mental 
health counseling, but not for general social service support.  This study will create a best 




1  Due to IRB recommendations, the identity of the agency used for this study is being kept confidential 
and will be referred to as national non-profit agency or the agency throughout, including references. 
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As a social worker there is an ethical responsibility to the profession and the 
individuals being served (NASW, 2017).  Social workers are bound by a code of ethics 
that guide the services provided to protect the client, community, agency, and profession.  
A lack of training on the part of the social service agency for paraprofessionals puts the 
individuals being served at risk of not receiving the services they are entitled utilizing 
evidence-based and best practice standards.  It is also important that paraprofessionals be 
identified as such when working with clients and within the community.  A distinction 
must be made between the paraprofessional and the professional social worker.  This also 
requires proper supervisory support of paraprofessionals by MSW supervisors.   
Statement of Purpose 
There is a need to strengthen the training that is provided to paraprofessionals 
utilized in social service agencies.  During the 1960s and 1970s there was a great deal of 
literature published outlining the utilization of paraprofessionals in social service 
agencies (Coate & Nordstrom, 1969; Danish & Brock, 1974; Field & Gatewood, 1976; 
Hardcastle, 1971; Hoffman & Warner, 1976; Loring, 1977).  The articles focused on the 
need for appropriate training and role definition for paraprofessionals to protect families 
(Danish & Brock, 1974).  Following this insurgence of literature through the 1970s there 
is very little to be found regarding the issue.  The 21st century marked a new era of 
evaluating the services provided by social service agencies.  With this increase in 
evaluation we begin to see an increase in conversation around the use of 
paraprofessionals within the field (Armstrong, 2010; Au et al, 2018; Beck et al, 2018; 
Bowblis & Roberts, 2017; Griffin-Shirley & Matlock, 2004;; Metha et al, 2019; 
Sparkman-Key & Neukrug, 2016; Passetti et al, 2019).  The literature focuses on the 
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effectiveness of paraprofessionals and the rationale around their use.  Passeti et al (2019) 
describe “a growing workforce crisis fueled by low compensation, challenging work, 
high turnover rates, shortage of workers, stigma, and the retirement of aging employees” 
(p. 1) as a significant factor in the use and expansion of paraprofessionals in service 
delivery.  Bowblis & Roberts (2017) mark the reality that many roles for 
paraprofessionals are not well-defined, jeopardizing the overall care provided.  It is 
evident through the literature and field experience that this lack of training for 
paraprofessionals poses multiple challenges to ensuring consistency in service delivery to 
the client.  The lack of training further allows for gaps in knowledge and skill 
development in paraprofessionals that is not seen in social workers. 
Research Questions 
Does this training curriculum increase participants’ knowledge of evidence-based 
and best practice interventions for service delivery to vulnerable individuals and adults? 
Does this training curriculum increase paraprofessional participants’ knowledge 
of evidence-based and best practice interventions for service delivery to vulnerable 
individuals and adults? 
Is the effectiveness of the training curriculum impacted by whether the training is 
conducted in-person face-to-face or virtually? 
The intermediate, or proximal outcomes of the training curriculum are: 1) increase 
the knowledge and skills needed by paraprofessionals to conduct the responsibilities as a 
case worker for general assistance.  The short-term, or primary outcomes of the 
intervention are: 1) provide consistency in the services provided to clients, 2) meet 
minimum standards of best practices, and 3) seek appropriate supervision.  The distal, or 
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impact outcomes of the intervention are: 1) reduce staff turnover, 2) distinguish 
paraprofessionals from social workers within the agency and community, and 3) enhance 
services provided to clients. 
 Overview of Methodology 
The research design included a train the trainer training of MSW supervisors of 
paraprofessionals providing front-line support to clients in need.  Each MSW supervisor 
would then train a group of paraprofessionals utilizing the train the trainer manual and 
presentation material.  All participating paraprofessionals were given a pre- and post-test 
to evaluate the knowledge attained through the training.   
This research utilized a quasi-experimental approach of quantitative data.  It 
utilized random sampling were leadership selected locations that provide general social 
services to the community and are staffed by paraprofessionals for this work.  The 
quantitative data collected was in the form of pre- and post-test evaluation of the 
paraprofessionals participating in the training in order to evaluate their acquisition of 
knowledge.  There was also a control group by way of pre- post-test of paraprofessionals 
working in locations where sample was not taken for the paraprofessional training, but 
informal training has occurred.  Analysis was done of the pre- and post-test scores for 
both groups of paraprofessionals.   
Rationale and Significance 
There is little literature addressing specific programs for the training of 
paraprofessionals in social service programs.  There are several online training programs 
that have been developed to provide trainings for specific areas such as behavioral health 
(Relias Learning LLC, 2019), substance abuse, education, and child welfare (University 
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of Pittsburgh, School of Social Work, 2019) which have proven effective in those specific 
areas.  This study will help to establish a generalist training curriculum for 
paraprofessionals providing intervention in emergency services programs (i.e. emergency 
food assistance, emergency financial assistance for rent, utilities, etc.).  This training will 
create a curriculum to be utilized by MSW professionals to train and support 
paraprofessionals within their agency.  It creates a clear distinction between the role of 
the paraprofessional and the professional in service delivery.  This further creates an 
avenue for agencies to provide opportunity for growth within the agency. 
This research will create a training program which has the potential of being 
applied to agencies beyond the national non-profit in this study.  Many social service 
agencies utilize paraprofessionals to provide front-line service to clients throughout the 
community.  As a social worker there is an ethical responsibility to ensure that all clients 
are receiving the most appropriate care utilizing evidence-based and best practices.  This 
training program provides an avenue for professionals to ensure that the clients being 
served by paraprofessionals are receiving that care.  It will further help to delineate the 
roles and responsibilities of the professionals and paraprofessionals. 
Role of the Researcher 
 The role of the researcher in this study was to develop the training curriculum, 
develop and validate pre- and post-test, train the MSW supervisors, and analyze the data 
obtained.  Further, the researcher is an employee of the faith-based national non-profit but 
was not acting in an official capacity when conducting the train-the-trainer training, 
possible training, or throughout this study. 
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Researcher Assumptions 
 As stated previously, the researcher is an employee of the national non-profit and 
has worked professionally with each of the MSW supervisors taking part in the train-the-
trainer training and study.  Due to the employment status of this researcher, all pre- and 
post-tests were completely confidential and were assigned a random number for data 
purposes.  The researcher did not participate in selecting the locations trained to further 
protect the confidentiality of the participants.  This research looked at secondary data 
collected by the agency of the pre- and post-tests following participant training and was 
not being conducted as part of any employment capacity.  There was support from 
leadership within the agency for conducting this training and research. 
 This researcher has served in multiple roles at varying levels of leadership within 
the agency for more than 15 years.  This allowed the researcher to understand the systems 
that are often at play within the agency.  This researcher has also personally experienced 
challenges with not having an official training curriculum in place for the agency.  As a 
social worker with first-hand experience, there is clear bias that an official training 
curriculum is necessary for use with paraprofessionals within the agency.  
Definition of Key Terminology 
 There are several key terms that are important to define in this study.  
Paraprofessionals are defined throughout the literature as individuals who provide social 
services to individuals, families, groups, and communities without obtaining a four-year 
degree in a human service-related field (Armstrong, 2010; Brawley & Schindler, 1991; 
Loring, 1977).  Brawley & Schindler (1991) further expresses the notion that a 
paraprofessional may have some college or professional training which would include 
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individuals with an associate degree in human services or social work interns working 
within social service agencies.  The distinction is the completion of the four-year degree 
through an accredited program.  Much of the early literature found related to the use of 
paraprofessionals also refers to paraprofessionals as non-professionals (Atkeson, 1967; 
Birnbaum & Jones, 1967; Hardcastle, 1971).  Hardcastle (1971) further discussed 
paraprofessionals as members of the service community who have experienced the 
hardships of that community first-hand, and now work with the social service agency to 
meet the needs of the community.  They are considered valuable because of the life 
experience and community knowledge they bring to the professionals of the agency who 
are often viewed as outsiders of the community (Hardcastle, 1971). 
Another important term to be defined for this study is the national faith-based 
non-profit agency.  This agency focuses on providing social service support to the most 
vulnerable.  The agency is a 501(c)3 non-profit religious organization identified with the 
designation as a church with the United States Department of Treasury.  The mission 
outlines that the agency seeks to provide social service support to all those in need.  They 
utilize a multitude of programs and initiatives to meet the growing and unique needs of 
each community.  This includes but is not limited to feeding programs, utility assistance, 
housing support, shelters, drug and alcohol programming, after-school, summer camping 
(overnight and day programs), prescriptions, clothing, intensive case management, etc.  
Every agency location across the country looks a little different.  Each unit is designed to 
meet the specific needs of that community and fill in the gaps of service to those in need 
that exist. 
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This national faith-based non-profit agency will serve as the organizational 
context for the training of MSW supervisors and paraprofessionals.  As one can 
imagine, a movement of this size has a significant hierarchal structure in place.  There 
are multiple levels of leadership including territories that are broken down into smaller 
regions with a centralized headquarters in place. The local agency then falls under the 
leadership of that regions centralized headquarters.  At each level, there is a pastor, 
who serves as the faith-based leader of the congregation in that local office but also as 
the executive director of the agency side that oversees the work for that area.  Every 
pastor received schooling in their respective territory for two full years.  This 
schooling is equivalent to seminary and provides an overview of service delivery and 
basic administration functions.   
  The focus of this research was on local agencies within the Eastern 
Pennsylvania and Delaware.  The Eastern Pennsylvania and Delaware region is made 
up of 45 local agency offices. 
General social services is a term used within the agency to describe services 
provided to individuals or families in a crisis situation.  These services may include, 
but are not limited to, emergency food, food vouchers, clothing or clothing vouchers, 
furniture vouchers, transportation assistance, financial assistance for life sustaining 
utilities such as gas, electric, oil, or propane, and financial assistance for housing such 
as rent or mortgage assistance to avoid eviction or foreclosure.  Some general social 
services also include assistance with essential medical equipment and assistance with 
non-narcotic prescriptions.  Each individual agency location has the ability to 
determine what services are provided in that area depending on the needs being met by 
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other agencies within the community.  Due to the differences in services provided at 
individual agency locations, a consistent framework of how the work is conducted is 
essential. 
For the purpose of this study, a supervisor is defined as an individual who is 
responsible for the daily management of paraprofessionals providing general social 
services.  The supervisors being trained in the train-the-trainer program all have their 
Master of Social Work degree.  Literature supports the need for social work 
professionals to provide training, both initial and on-going, as well as supervision to 
paraprofessionals within the social service agency (Field & Gatewood, 1976; 
Hardcastle, 1971; Loring, 1977; Brawley & Schindler, 1991).  Supervision is being 
defined as a one-on-one meeting one hour per week between the paraprofessional and 
the supervisor.  The supervision provided focuses on evidence-based and best practice 
support and discussion of specific cases the paraprofessional is handling.  This 
supervision addressed any ethical issues that may arise. 
  
TRAINING CURRICULUM EFFECTIVENESS           21 
 
Chapter 2:  Literature Review 
 A literature review was conducted to understand the nature, scope, and findings 
regarding the training and use of paraprofessionals in social service agencies.  This 
literature review looked at peer reviewed articles that discussed the training and use of 
paraprofessionals.  It began as a broad review looking at the use of paraprofessionals 
across professions and then focused on the use within social service agencies.  Initially, 
this review looked at work that was published within the last 20 years but quickly needed 
to be expanded into much earlier works.  There was a clear gap of literature available 
from about 1990-2010 and the literature from 2010-2018 focused on specific use in a 
particular setting (Armstrong, 2010; Au et al, 2018; Beck et al, 2018; Bowblis & Roberts, 
2017; Griffin-Shirley & Matlock, 2004;; Metha et al, 2019; Sparkman-Key & Neukrug, 
2016; Passetti et al, 2019).  Keywords for this literature review were paraprofessionals, 
paraprofessional training, paraprofessional supervision, indigenous nonprofessionals, 
nonprofessionals, benefits of paraprofessionals, and use of paraprofessionals/ 
nonprofessionals.  There were three articles located that provided specific information 
around the benefits, use, training, and support of paraprofessionals within the social 
service field (Brawley, 1975; Schindler, 1987; Hardcastle, 1977, & Loring, 1977).  
Despite the age of the articles, they were the only ones found to provide specifics in what 
to look for in a paraprofessional, how to best utilize their unique skillset, train and 
support them (Brawley, 1975; Schindler, 1987; Hardcastle, 1977, & Loring, 1977).   
 These articles led to other articles referenced during that timeframe which 
provided additional information for inclusion.  Further review of relevant research 
utilizing the authors who wrote earlier articles on the topic led to the review of Brawley 
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& Schindler’s 1991 article which was pivotal in formation of the scope for this 
dissertation.  Brawley & Schindler’s (1991) article looked at the use of paraprofessionals 
in 14 countries throughout the world providing insight into use, training, and support.  
Clear gaps in current literature but continued use of paraprofessionals was the ultimate 
driving force of this dissertation. 
Definition of Paraprofessionals 
 During the 1960s and 1970s there was a great deal of literature published 
outlining the utilization of paraprofessionals in social service agencies (Coate & 
Nordstrom, 1969; Danish & Brock, 1974; Field & Gatewood, 1976; Hardcastle, 1971; 
Hoffman & Warner, 1976; Loring, 1977).  The articles focused on the need for 
appropriate training and role definition for paraprofessionals to protect families (Danish 
& Brock, 1974).  This utilization of paraprofessionals resulted in a consistent definition 
of the term throughout the social service sector.  Paraprofessionals were defined as 
individuals who provide social service support to individuals, families, groups and 
communities without obtaining a four-year degree in a human service-related field 
(Armstrong, 2010; Brawley & Schindler, 1991; Loring, 1977).  Brawley & Schindler 
(1991) further express the notion that a paraprofessional may have some college or 
professional training which would include individuals with an associate degree in human 
services.  This also led to the discussion that social work interns working within social 
service agencies fall under this classification and need specialized support.  Council on 
Social Work Education has defined the use of social work interns to require specific 
training and support as well as clear definition of their role to those they are serving 
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(CSWE, 2020).  The distinction between paraprofessional and professional is the 
completion of the four-year degree through an accredited program.   
Much of the early literature found related to the use of paraprofessionals also 
refers to paraprofessionals as non-professionals (Atkeson, 1967; Birnbaum & Jones, 
1967; Hardcastle, 1971).  Hardcastle (1971) further discussed “indigenous non-
professionals” who are defined as members of the service community who have 
experienced the hardships of that community first-hand, and now work with the social 
service agency to meet the needs of the community.  They do not have a four-year degree 
but are considered valuable because of the life experience and community knowledge 
they bring to the professionals of the agency (Hardcastle, 1971). 
Rationale for the Use of Paraprofessionals 
 Early literature focused on the significant role that paraprofessionals played in 
protecting the interests and well-being of vulnerable populations within the communities 
they work (Atkeson, 1967; Birnbaum & Jones, 1967; Brawley & Schindler, 1991; Field 
& Gatewood, 1976; Hardcastle, 1971; Loring, 1977).  This literature found that 
paraprofessionals held valuable first-hand information of the community and experiences, 
which placed them in a unique position to relate the individuals seeking assistance.  
Paraprofessionals were found to be able to carry out a variety of tasks related to intake for 
clients accessing service, often serving to save valuable time for the professionals.  
Hardcastle (1971) discusses the “bridge” that a paraprofessional creates between the 
client and the professional (p. 57).  There is a sense of lack of trust among vulnerable 
populations and the professionals there to serve, and the paraprofessional is seen as 
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having been through the experience and establishes an immediate rapport (Hardcastle, 
1971; Loring, 1977; Brawley & Schindler, 1991).   
 Brawley & Schindler (1991) looked at results from a seven-year study beginning 
in 1983, that looked at the use of paraprofessionals in social service delivery in fourteen 
countries around the world.  The study included data from Australia, Great Britain, 
Canada, Denmark, India, Indonesia, Israel, Japan, The Philippines, South Africa, Spain, 
Uganda, the United States of America, and West Germany (Brawley & Schindler, 1991).  
Researchers utilized a validated survey questionnaire which was mailed to universities, 
colleges, and members of the International Association of Schools of Social Work.  This 
resulted in receiving questionnaires from 45 countries but due to many being incomplete, 
ultimately only questionnaires from the countries listed above were analyzed.  The 
findings of this research highlighted the important role of the paraprofessional.  Brawley 
& Schindler (1991) found that the majority of front-line services provided to people in 
need were provided by paraprofessionals.  They further found that they often work 
independently of professionals and supplement the work of the professionals (Brawley & 
Schindler, 1991).  Throughout the countries surveyed, there was a consensus that little 
training and support was provided to paraprofessionals, as well as a lack of clear 
definition of job role and responsibilities.  Significantly, it was found that very few social 
work education programs provided training to professionals to work alongside 
paraprofessionals in agencies and communities (Brawley & Schindler, 1991). 
  Following this insurgence of literature through the 1970s and early 1980s there is 
very little to be found regarding the use of paraprofessionals (Armstrong, 2010).  The 21st 
century marked a new era of evaluating the services provided by social service agencies 
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(Bowblis & Robets, 2017).  With this increase in evaluation we begin to see more 
research around the use of paraprofessionals within the field and the impact they have on 
service delivery and program effectiveness (Armstrong, 2010; Au et al, 2018; Beck et al, 
2018; Bowblis & Roberts, 2017; Griffin-Shirley & Matlock, 2004; Metha et al, 2019; 
Sparkman-Key & Neukrug, 2016; Passetti et al, 2019).  The literature focuses on the 
effectiveness of paraprofessionals and the rationale around their use.  Passeti et al (2019) 
describe “a growing workforce crisis fueled by low compensation, challenging work, 
high turnover rates, shortage of workers, stigma, and the retirement of aging employees” 
(p. 1) as significant factors in the use and expansion of paraprofessionals in service 
delivery.  Passeti et al (2019) focused on the use of volunteers to provide recovery 
support.   
 Passeti et al (2019) focused on evaluation of a volunteer training program over a 
four-year period.  The design outlined guidelines for recruiting, training, supervision, and 
retaining volunteers for the recovery support program.  The study also discussed how to 
monitor the fidelity of the program.  Passeti et al (2019) found that the program was 
effective in providing recovery support services to adolescents.  The training was found 
to be low-cost and flexible proving effective in-service delivery.  There was an essential 
need for a well-trained professional to serve as the leader and provide supervision and 
support to the volunteers of the program (Passeti et al, 2019). 
Roles of Paraprofessionals vs Professional 
Bowblis & Roberts (2017) mark the reality that many roles for paraprofessionals 
are not well-defined, jeopardizing the overall care provided.  Individuals, families, 
groups, and communities are not necessarily aware that they are being served by a 
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paraprofessional over a professional (Bowblis & Roberts, 2017).  Many social service 
agencies utilize terms that define the specific roles held by professional social workers as 
the job title for paraprofessionals (i.e, caseworker, case manager, advocate, etc.) further 
increasing the confusion within the community (Brawley & Schindler, 1991; Armstrong, 
2010, National Non-Profit Agency, 2018).  Early literature focused on confusion within 
the agency of the role of the paraprofessional versus the professional (Atkeson, 1967; 
Field & Gatewood, 1976; Hardcastle, 1971).  Many saw the paraprofessional as carrying 
out tasks that did not require much training and were a support to the professional.  There 
was a concerted effort to ensure that the interaction was with populations that were seen 
to be less vulnerable than others (Hardcastle, 1971).  Much literature at the time focused 
on the value they bring in unique skillsets that come only with having lived and 
experienced what was happening within that community and/or population (Hardcastle, 
1971; Loring 1977).  This theme continues to be present in current literature focusing on 
the use of paraprofessionals in mental health counseling, including drug and alcohol 
treatment programs (Armstrong, 2010; Nittoli & Giloth, 1997). 
Best Practices for Training, Supervision, and On-Going Training 
It is evident through the literature and field experience that a lack of training for 
paraprofessionals poses multiple challenges related to the consistency of service provided 
by paraprofessionals.  Armstrong (2010) conducted a research study over a one-year 
period where data was conducted from 118 clients.  Data was collected utilizing the 
CORE-OM to measure levels of distress, as well as several self-reporting measures by 
clients and counselors.  The study utilized benchmarks established by other published 
literature.  Armstrong (2010) found that the amount of training received by the 
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paraprofessional had a direct impact on the effectiveness of the paraprofessional in 
sessions with clients receiving mental health counseling.  The study further found that 
their ability to access supervision had a direct impact on effectiveness (Armstrong, 2010).  
Loring (1977) found that a supportive relationship between the professional and the 
paraprofessional helped to negate feelings of possible threat felt by the professional. 
Brawley & Schindler (1991) found the need to emphasize training of the 
professional social worker to be trained to work alongside paraprofessionals.  This 
training will enable the social worker to support the paraprofessional, optimizing their 
strengths and accounting for the areas that need further development.  Further review of 
literature discusses key factors for the paraprofessionals such as self-control and simply a 
desire to help people.  This is important to ensure that the paraprofessional will not inflict 
undue harm on vulnerable populations (Loring, 1977).  
A research study by Loring in 1977 outlined that a comprehensive training 
program for paraprofessionals is necessary for successful use.  The study found that it 
was necessary to teach the concepts specific to the job description, including 
communication skills.  It further found it necessary to provide supervised opportunities in 
the field to practice necessary skills such as interviewing and needs assessment.  Lastly, 
the study found the need to train in the area of recognizing the limitations that the 
paraprofessional has in their ability to carry out the job they are assigned (Loring, 1977).  
This recognition allows for growth through supervision and on-going training.  This 
provides direct support of the need for training for paraprofessionals in social service 
agencies.  
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Gaps in the Literature 
As noted earlier in this paper, there is little literature addressing specific programs 
for the training of paraprofessionals in social service agencies.  There is a significant gap 
in the literature from the 1980s through 2010 on the use of paraprofessionals in social 
services.  Beginning in 2010 there was a shift to understanding the use of 
paraprofessionals in specific service areas.  There are several online training programs 
that have been developed to provide trainings for specific areas such as behavioral health 
(Relias Learning LLC, 2019), substance abuse, education, and child welfare (University 
of Pittsburgh, School of Social Work, 2019).  There has been little research on the 
development of best practice standards for the social work profession in the use of and 
support of paraprofessionals within the field.  This is a theme discussed in earlier 
literature but not present in more recent research conducted. 
Early literature also discussed the role of the paraprofessional in connecting the 
client population with the professionals in the agency (Hardcastle, 1971; Loring, 1977).  
There is little evaluation of whether paraprofessionals continue to serve the same purpose 
in current social service agencies.  Or, whether the make-up of the professionals changed 
where the significance of the paraprofessional has decreased. 
Theoretical Framework 
“The theoretical framework is the foundation from which all knowledge is 
constructed (metaphorically and literally) for a research study” (Grant & Osanloo, 2014, 
p. 12).  In order to understand research around the training of supervisors and then 
paraprofessionals within this agency, it will be important to understand rational systems 
perspective, Knowles theory for adult learners, and dynamic systems perspective. 
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Rational Systems Perspective.  The analysis of the implementation of the 
intervention to train supervisors to train paraprofessionals in this agency can be done 
through an organizational evaluation utilizing Rational Systems Perspective.  This 
perspective will serve as the lens to understand the agency and why the agency itself 
hinders the intervention.  In order to carry-out the intervention, one must first 
understand the agency structure and challenges. 
Rational Systems Perspective requires the understanding of the common goal 
that drives the agency.  The mission outlines that the agency seeks to provide social 
service support to all those in need while promoting the gospel of Jesus Christ.  As you 
can see, there are two parts to this mission statement, (a) promoting the gospel of Jesus 
Christ, and (b) providing social service support to all those in need.  It should be clear 
that these two parts are not designed to be two separate goals, but to serve as a dual 
mission that combines the gospel and service to others.  Through rational systems 
perspective it would be important to understand how this goal is communicated to 
those charged with its accomplishment.  
This is significant in the training of paraprofessionals due to the fact that there 
is one mission which requires a single approach to service that would fulfill that 
mission.  Paraprofessionals cannot be held accountable to this mission if they do not 
understand the duality of it and what it requires of them in their service delivery.  
Another key to rational systems perspective is the presence of highly 
formalized policies and procedures to carry out tasks in order to attain the goal of the 
organization.  These policies and procedures serve to guide the specific tasks.  This 
includes the development of highly specified job descriptions for each employee.  The 
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job descriptions denote the formal hierarchy for the organization as well.  Rational 
systems perspective would guide the analysis of whether each of these job descriptions 
provide an appropriate framework for the employee to carry out the task for which s/he 
was hired.  The job description must clearly denote the purpose of the position.  The 
absence of this purpose makes it impossible to develop tasks for the job and evaluate 
the effectiveness of the employee in carrying out these tasks.  Organizations, like this 
agency with formalized policies and procedures, tend to be consistent in meeting the 
goal of the agency. 
It is further important to understand the importance of the formal definition of 
policies and procedures as it pertains to hiring and training paraprofessionals.  There 
are National and Territorial standards with the development of all formal policies and 
procedures.  This includes but is not limited to the development of job descriptions, 
certain specific trainings pertaining to overall policies on working with 
children/mandating reporting/sexual harassment, assessment utilization, s tatistical 
reporting, reporting requirements (National Non-Profit Agency, 2015, p. 5).  Rational 
Systems Perspective provides a significant lens to evaluate the ability to successfully 
implement a training intervention across the agency.   
Knowles Theory for Adult Learners.  Knowles Theory for adult learners 
(Knowles, Holton III, & Swanson, 2005) outlines the need to understand that adult 
learners are moving from the idea of being dependent upon others for their knowledge 
and skill development to being self-directed in the process.  Knowles focuses on the 
process of learning rather than the content that is being taught (2005).  This emphasis 
looks at the need to be fully engaged in the learning process and the learner being an 
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active participant from the point of design of the learning to the actual learning of the 
material.  Learners are encouraged to actively participate in all aspects of learning thus 
being fully invested in the concepts that are being transferred from teacher to learner.  
This type of approach to learning is different from earlier theories that emphasize the 
expertise of the material solely to the teacher and does not place any emphasis on the 
knowledge that a learner may already possess prior to engaging in learning (Fox, 2013).   
Knowles theory for adult learners requires a recognition of understanding how 
paraprofessionals being trained through this intervention may be able to actively 
participate in the process.  It also requires an ability to adapt the core training aspects to 
meet the specific needs of the group being trained to account for differences in current 
knowledge and skills.  This will be essential to the ability to replicate this training in 
multiple settings. 
Dynamic Systems Theory.  Dynamic systems theory addresses the relationship 
between the focal system, the subsystems, and the suprasystems (Canda, Chatterjee, & 
Robbins, 2012).  This theory explains how all aspects interact with one another.  In this 
research, the agency is identified as the focal system.  Within that focal system the 
subsystems are identified as the paraprofessionals, professionals, pastors, and volunteers.  
Each of those subsystems would have their own subsystems which includes their 
cognitive, biological, spiritual, and emotional aspects that influence who they are as an 
individual.  The suprasystems impacting the agency would be financial resources, 
community, other agencies, clients, and policies.  Understanding the agency through the 
lens of Dynamic Systems Theory will help to guide and direct the development, 
implementation, and evaluation of the training curriculum. 
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Dynamic Systems Theory will enable this researcher to understand how the 
curriculum requirements fit within the existing framework of the agency.  This will be 
essential to understand in order to assure that it can be implemented across any location 
within the agency.  If this does not fit within the existing framework, it will not matter if 
the best practice curriculum can be validated because it will not be possible to carry out.  
This theory will also help the researcher to understand the exchange of energy between 
the multiple subsystems and the focal system.  Each component brings a uniqueness to 
the situation that must be recognized and discussed. This will also be important when 
looking at the fidelity of the training when carried out by different MSW supervisors. 
Lastly, Dynamic Systems Theory further supports the necessity of understanding 
the individual who is hired as the paraprofessional and being trained.  Their makeup, 
cognitive, emotional, spiritual, and biological, will impact their learning in the training as 
well as their ability to perform the job duties assigned.  The same is essential as it relates 
to the MSW supervisor and corps officers.  This can help to identify any potential 
resistance to the training and how it is implementing in a particular unit. 
Theory of Universal Design for Learning.  Theory of Universal Design for 
Learning (UDL) identifies ways to develop curriculum that is created with flexibility and 
offers options that will support diverse learners (Meyer, Rose, & Gordon, 2014).  The 
theory focuses on three core principles: “provide multiple means of engagement”, 
“provide multiple means of representation”, and “provide multiple means action & 
expression” (Meyer, Rose, & Gordon, p 7, 2014).  Within each key area, there is 
development of options built into the curriculum which will allow diverse learners to 
acquire the information being taught.  A primary focus is the understanding that providing 
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options allows for many learners to build on their own strengths and challenges which 
motivates their learning. 
Theory of Universal Design for Learning (UDL) plays a pivotal role in 
development of the curriculum for use with a varied group of paraprofessionals to be 
trained (Meyer, Rose, & Gordon, 2014).  It is impossible to account for all of the 
differences in each paraprofessional, or supervisor who will be conducting the training.  
UDL further emphasizes the importance of understanding that each individual brings 
unique experience, knowledge, and understanding the learning environment and this 
plays a role in an exchange that happens between the learner and instructor.  Options 
must be built into the curriculum to allow for the exchange to occur and add to the 
learning experience. 
The core principle of engagement focuses on understanding the vulnerability that 
is felt by individuals in group learning situations (Meyer, Rose, & Gordon, 2014).  
Meyer, Rose, and Gordon (2014) discuss the need to understand that a flexible 
curriculum is necessary “so that each learner can find the right balance of challenge and 
support” (p 11).  This principle is achieved through active engagement through activity 
and discussion that is inclusive for all types of learners.  This includes understanding that 
emotion plays an important role in engagement and interacting with the learning 
experience.  Meyer, Rose, and Gordon (2014) further emphasize the understanding that 
emotion and cognition are interrelated in the learning experience.  A positive emotional 
response to the experience encourages cognition of the material being presented. 
The core principle of representation looks at how materials are communicated to 
the learner (Meyer, Rose, & Gordon, 2014).  This research will focus on looking at how 
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the material is presented in a manner that allows for retention for the post-test evaluation.  
This will also play a role in assuring flexibility in the pre- and post-test evaluation. 
Another key component discussed in UDL discusses the use of formative 
assessment which requires the ability to continue to use information during instruction by 
the learner and instructor to adjust instruction and improve student learning (Meyer, 
Rose, & Gordon, 2014).  This focus will play a role in the daily evaluation and 
implementing feedback from session to session.  The core principle of action and 
expression is covered in this area (Meyer, Rose, & Gordon, 2014).  There must be 
multiple ways in which learners can show their acquisition of the information being 
taught.  This requires alternatives to traditional written evaluations of material presented 
which will play a role in videotaping of the training being conducted. 
Summary 
Literature spanning five decades, demonstrates the use of paraprofessionals 
throughout the social service field.  The literature stresses the unique skillset and ability 
to relate to the clientele within the community which enhances the services provided by 
the agency.  Training, role definition, supervision, and on-going support, are key themes 
for the effective use of paraprofessionals.  Each of these pieces stress the importance of 
identifying a best practice training curriculum for use with paraprofessionals providing 
emergency assistance within the agency and beyond.  
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Chapter 3:  Methodology 
The purpose of this research was to evaluate the effectiveness of a social work 
informed training curriculum in the acquisition of general knowledge and skill 
development for paraprofessionals providing frontline social service delivery.  As noted 
earlier, and documented throughout the literature, paraprofessionals bring a unique 
understanding of challenges common for the clients they are serving, and the capacity to 
build trust and facilitate a bridge between the client and the professionals they will often 
engage (Atkeson, 1967; Birnbaum & Jones, 1967; Hardcastle, 1971; Nittoli, Girloth, & 
Robert, 1997; Metha, et a., 2019; Armstrong, 2010).  The literature further discusses the 
importance of training and supervision from a social work professional in order to ensure 
paraprofessionals are prepared for the tasks they are responsible (Hardcastle, 1971; 
Loring, 1977; Brawley & Schindler, 1991; Armstrong, 2010).  This research will 
determine whether the curriculum provided the training necessary to prepare 
paraprofessionals to conduct the tasks for which they are responsible. 
The purpose of this chapter is to explore the rationale behind the use of a quasi-
experimental research design, a description of the research setting, sample, and data 
sources, as well as data collection and analysis methods.  This chapter will further discuss 
issues of trustworthiness, and limitations and delimitations. 
Rationale for Research Approach 
This research was conducted utilizing a quantitative research approach.  
Specifically, a Quasi-Experimental Research Design of Pre-test-Post-test No-Treatment 
Control Group Design.  As stated above, the purpose of this research was to determine 
the effectiveness of a training curriculum in acquisition of knowledge by paraprofessional 
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participants within a social services agency setting.  The strongest research design would 
be an experimental research design.  The experimental design would require a treatment 
and control group with random assignment of participants for ultimate validity.  The 
random assignment of participants maximizes the potential for the groups to be 
comparable thus strengthening the internal validity of the design (Rubin & Babbie, 2017; 
Thyer, 2010;  Miller, Smith, & Pugatch, 2020).  Due to the urgency of this research by 
the agency setting, and administration not wanting to eliminate some participants within a 
location from receiving the training, randomization was not completely possible and 
therefore, a quasi-experimental design was the best option.   
The Pre-test-Post-test No-Treatment Control Group Design was utilized to help 
determine the effectiveness of the intervention beyond “the passage of time, concurrent 
history, or experience of being assessed” (Thyer, 2010, p 198).  This research design is 
best when there is an inability to randomly assign participants, like in an agency setting 
such as this research (Rubin & Babbie, 2017). 
O1 – X – O2 
O3 –     – O4  
 
In this research design all participants would receive a pre-test (O1, O2), a select 
sample would receive the training that is being evaluated (X), and all participants, both 
those receiving the training and those not receiving the training, would receive a post-test 
(O3, O4).   All pre-tests were completed within the same timeframe.  All post-tests were 
completed within 1 week of receiving training.  In order to attempt to control for internal 
validity, it was important that the pre-test and post-tests are implemented for both groups 
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at the same time which helps to account for natural knowledge acquisition due to time 
providing service and on the job training (Thyer, 2010). 
Research Setting/Context 
 This research was conducted within a national faith-based non-profit agency, 
focusing on providing social service support to the most vulnerable.  Due to the national 
nature of the agency, this study was focused on the region of the Eastern Territory 
including Maine, New Hampshire, Vermont, Pennsylvania and Delaware made up of 
more than 65 local agency settings.  This region of the agency relies heavily on the use of 
paraprofessionals to meet the growing needs of the communities in which it serves.  At 
the time of this study, there was not a training curriculum that was utilized for new hires 
or ongoing training or supervision requirements for current employees (L. Robert, 
personal communication, May 28, 2020).  A decision was made by leadership to begin to 
look at training options.   
 The agency continues to utilize paraprofessionals to administer front-line support 
to vulnerable individuals and families with little to no training and on-going support to 
provide service according to evidence-based and best practices.  Due to this, a training 
curriculum was developed for MSW supervisors to train and support paraprofessionals 
within the agency, and this study focused on validating the effectiveness of the 
acquisition of knowledge by the paraprofessionals in this setting. 
Consequently, on March, 13, 2020, the agency closed its operations of non-
essential personnel as required by State mandated stay-at-home orders.  From that time 
forward, the agency shifted to an emergency disaster response of providing food, drink, 
and other essentials to individuals in need.  This national response to the COVID-19 
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Pandemic forced the agency to make quick assessments in operations moving forward.  
In May of 2020, the decision was made by leadership to provide immediate training for 
post-COVID recovery support across communities.  In an effort to accommodate this 
immediate need, the decision was made to provide an agency-wide training to all current 
frontline staff and then provide the training curriculum being evaluated to select 
locations.   
 Leadership of the agency selected fifteen locations to participate in the advanced 
training curriculum developed for this study.  Each setting had a professional available to 
facilitate the training curriculum, but not a specific MSW.  Due to this, a decision was 
made to train one master’s level professional for the region including Maine, New 
Hampshire, and Vermont, and this researcher, an MSW, to train the Eastern Pennsylvania 
and Delaware region.  In an effort to strengthen the study, the locations varied in size as 
well as geography.  Some of the locations were rural while others were considered 
metropolitan areas.  There were also varying sizes and educational make-up of the staff.   
There was a hiring freeze across the entire region and therefore all participants were 
existing employees. 
Research Sample and Data Sources 
 Due to the immediate nature and shift of this research, all data evaluated was 
secondary data collected internally by the agency to evaluate the effectiveness of division 
wide disaster training, current needs of frontline staff and officers, and additional 
trainings provided.  All frontline staff and a minimum of one local administrator (pastor) 
from each of the 45 locations throughout the Eastern Pennsylvania and Delaware region 
were required to participate in pre-test and post-tests as part of their required trainings for 
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COVID-19 Recovery Response.  This data resulted in a sample varying in education, 
length of time served, and role within the agency.  Secondary data was also collected 
from the Maine, New Hampshire, and Vermont region which consisted of a post-test only 
due to decisions made by leadership in that region.  
 The non-probability sampling method of random sampling was utilized by the 
agency for the data collected (Rubin & Babbie, 2017).  There were approximately 143 
participants from which data was collected.  Leadership in Eastern Pennsylvania and 
Delaware region determined that all frontline workers and a minimum of one 
administrator (pastor) from each unit were required to participate in the questionnaire and 
initial disaster training.  Leadership then determined the locations to participate in the 
intervention, Social Work Informed Casework Training Curriculum and notified the 
locations of their participation.  There was discussion that the sample receiving the 
intervention training curriculum should contain locations that were similar to those not 
participating in order to further establish internal validity controls.  The sample receiving 
the intervention was diverse in staff size, education, length of employment, 
demographics, and geographical characteristics (rural vs. metropolitan).  There were 
approximately 44 participants in the sample receiving the intervention training in the 
Eastern Pennsylvania and Delaware region. 
 Due to concerns raised by social services leadership, administrative leadership 
determining participants agreed to allow all frontline workers to receive intervention 
training if proven effective in knowledge acquisition.  This eliminated concerns that 
known evidence-based and best practices were not being followed in all locations 
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resulting in less than ideal service potentially being provided to clients.  This additional 
training would be offered after all data is analyzed. 
Data Collection Methods 
 This research study reviewed secondary data collected by agency leadership using 
a pre-test and post-test (Appendix A).  The pre-test-post-test was developed using 
multiple choice and true/false questions to evaluate knowledge acquisition based on the 
Social Work Informed Casework Training Curriculum.  To design the pre-test-post-test in 
a manner that took into consideration evidence-based and best practices, the tool was 
divided into sections based on the intervention curriculum (Davis, 2009).  Each 
intervention training curriculum objective was reviewed to ensure it was covered in the 
pre-test-post-test questions.   
The pre-test-post-test was delivered to all participants via Survey Monkey.  Social 
Service leadership developed the survey by entering the questions as laid out in Appendix 
A.  All fields were marked as required fields except for the questions asking “what is 
your current degree” to account for those who do not have a degree.  The question prior 
asked for highest level of education and was a required field.  Participants were unable to 
submit the pre-test-post-test until all questions were answered, and they were unable to 
re-enter the questionnaire once it was submitted.  Participants did not receive their scores 
or correct answers following the pre-test or post-test.  Responses were only accessible by 
one member of social service leadership.  Analysis and summary of data was provided to 
administrative leadership for the purpose of ongoing evaluation and planning. 
The pre-test was delivered one week prior to their scheduled training.  
Participants did not receive the link to their training until their pre-test was submitted.  
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Participants then received their post-test immediately following their participation in their 
training and had one week to complete the post-test.  Participants were not recorded as 
having completed the training until the post-test was received.  The post-test was sent via 
Survey Monkey to all participants who were trained.  Leadership determined that it was 
not appropriate for those not receiving the training to receive the post-test due to the 
stress and workload during the Covid-19 emergency response.  Once responses were 
received, each participant received a certificate of completion, and was awarded the 
appropriate number of continuing education credits based on agency policy. 
Once all data was collected, this researcher was given the data from Survey 
Monkey which was exported into Microsoft Excel for analysis and review as post-
secondary data.  The raw data was not reviewed by anyone else.  Each participant was 
coded to keep pre-test and post-test sets of data for each participant together but ensure 
confidentiality in analysis.  Confidentiality was maintained in discussions of analysis of 
data.  
Issues of Trustworthiness 
As mentioned above, efforts were taken to try to help make the random sample 
receiving the Social Work Informed Casework Training Curriculum representative of the 
larger population of participants throughout the region.  The sample consisted of 
participants with varying levels of education, years of employment, and a mix of rural 
and metropolitan locations.  The sample population was also composed of larger numbers 
of paraprofessionals and those with less than a 4-year degree.  There were also those who 
obtained a 4-year degree but not in a human service-related field.  Each of these variables 
were assessed in data analysis to see if there are any significant relationships present.  
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To test validity, a face validity study was conducted by the agency.  The pre-test-
post-test was provided to two masters level leaders, one bachelors level local agency 
leader, one MSW supervisor, one non-MSW supervisor, and three paraprofessionals to 
check for issues related to language or question design.  The limits of face validity were 
related to the perception of the reviewer and is often seen as subjective (Thyer, 2010).  
The agency attempted to strengthen the face validity by utilizing a variety of individuals 
with varying roles and level of education to determine if the measurement tool was 
measuring knowledge acquisition and language was appropriate for all potential 
participants.  Upon review of verbal feedback from each person, two questions were 
eliminated, and one multiple choice response was reworded resulting in the final pre-test-
post-test attached as Appendix A. 
Test-Retest reliability was utilized in the collection of this data.  Questions were 
randomly re-ordered for the post-test to decrease the familiarity with the questionnaire.  
Utilizing secondary data did not allow for control of reliability testing in a more rigorous 
fashion.  
Limitations and Delimitations 
 There were obvious potential weaknesses of the study and the scope of the study.  
The limitations of this study were related to the use of secondary data collected by 
agency due to last minute changes by administration in response to the immediate needs 
faced by the agency and communities being served.  Due to the immediacy of action 
necessary by the agency and the hiring freeze, there was not an ability to utilize new hires 
as the sample for the research study.  Utilizing new hires would have accounted for 
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natural maturation and knowledge acquisition over time of employment.  It was 
necessary to look at any possible relationships present during analysis. 
 Additional limitations resulted in the inability to analyze the strongest possible 
sample for the intervention training.  This researcher was unable to randomly select the 
sample for participation due to leadership’s decision of who would be included in the 
intervention training resulting in the secondary data being utilized in this study.  Due to 
the required nature of the training, it is difficult to account for participants lack 
participation and desire to learn the information being provided in the sample 
intervention training curriculum.   
 In order to control the fidelity of the intervention training curriculum, this 
researcher was going to be pre-recording the training and then training MSW staff on 
how to facilitate the recorded training to staff.  Leadership has expressed concerns with 
an all-day training, so the training was to be recorded and trained in a manner to allow for 
it to be broken down into smaller sections over a two-day period.  Recording the training 
in this way would also help to control for push back from local agency leadership 
regarding participation.  This was also designed to help control for engagement and 
participation in the training.  Recording would allow this researcher to control for the 
MSW staff who are not comfortable with presenting the training to their staff.  Not all 
MSW staff are comfortable; or have experience in training, however, most have 
facilitated other recorded trainings required by administrative leadership.  This researcher 
also developed the PowerPoint to be provided to participants, the recorded training, all 
training materials, and Train-the Trainer-Manual (Appendix B) for use by the MSW 
facilitators for the training.  Leadership determined that an immediate response was 
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necessary for staff to be trained and recordings and training of facilitators was not 
possible as designed and therefore this trainer and one other trainer trained by this trainer 
provided the training to all participants.  These are some of the delimitations imposed to 
control for factors that are otherwise limitations of the study.   
 Leadership has indicated that demonstrated effectiveness of this training to the 
sample group would allow for others to be trained and therefore analysis of additional 
data.  It is felt that this Social Work Informed Casework Training Curriculum would be 
able to be transferred to other regions for the purpose of general training of knowledge 
and skills. 
Summary 
 The use of paraprofessionals by the agency to provide frontline service to clients 
in crisis without a formal training curriculum or supervision support, resulted in the 
development of this research.  The purpose of this research was to evaluate the 
effectiveness of intervention training curriculum in the acquisition of knowledge and 
skills necessary to complete tasks assigned by paraprofessionals.  This research would be 
conducted utilizing a quasi-experimental research design of Pre-test-Post-test No-
Treatment Control Group Design.  Random sampling was used to create the intervention 
sample.  The total sample consists of approximately 140 participants with approximately 
70 participants receiving the intervention training.   
 This researcher utilized secondary data collected by the agency to evaluate the 
effectiveness of the intervention training.  The data was collected through a pre-test post-
test (Appendix A) administered through Survey Monkey.  All analysis took place utilizing 
Microsoft Excel 2020 to determine if there was a significant change in pre-test post-test 
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scores and any contributing relationships among other variables such as education and 
length of employment. 
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Chapter 4:  Findings 
Introduction 
 This chapter presents the quantitative data findings produced by inferential 
analysis utilizing t-test and one-way ANOVA for a sample size of 143 participants.  This 
chapter is broken down into three sections looking at descriptive statistics of sample and 
each research question presented in earlier chapters.  The first section will look at the 
effectiveness of the Social Work Informed Casework Training Curriculum of 70 trained 
participants as compared to 73 untrained utilizing t-test analysis as well as one-way 
ANOVA of pre- and/or post-test scores using Microsoft Excel.   The second section will 
also look at the effectiveness of the training curriculum but focusing specifically on pre- 
and post-test scores of 37 paraprofessionals trained utilizing t-test analysis as well as one-
way ANOVA in Microsoft Excel.  These findings are presented by corresponding 
research question. 
Descriptive Statistics 
 The sample size for this study was n=143.  This sample was made up of 
employees (n=92) and pastors (n=51) from Delaware, Maine, New Hampshire, and 
Pennsylvania of a national non-profit social service agency.  This sample included 
paraprofessionals (n=73) and professionals (n=70) with varying lengths of time of 
employment.  Table 1 shows the distribution of employees and pastors as well as length 
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Table 1 
Study Participants Demographics 
Paraprofessionals n=73       
  Employee   n=43 
   
Length of 
time     
  0 > 1 yr n=6  
  1 yr < 5 yrs n=18  
   5 yrs ≥ n=19   
 Officer     n=30 
   
Length of 
time     
  0 > 1 yr n=0  
  1 yr < 5 yrs n=18  
    5 yrs ≥ n=6   
Professionals n=70       
  Employee   n=49 
   
Length of 
time     
  0 > 1 yr n=4  
  1 yr < 5 yrs n=26  
   5 yrs ≥ n=19   
 Officer     n=21 
   
Length of 
time     
  0 > 1 yr n=1  
  1 yr < 5 yrs n=10  
    5 yrs ≥ n=10   
 
 This study utilized a pre- post-test for data collection (See Appendix A).  Of the 
143 participants, 117 participants completed the pre-test and 70 participants completed 
the post-test.  There were 44 participants who completed pre and post-tests.  Seventy-
three participants made up a pre-test only group while 26 participants completed a post-
test only.  Figure 1 shows the distribution of all pre-test scores (n=117).  The mean is .72 
(72%), the median is .75 (75%) and the mode is .8 (80%). 
 





Figure 2 shows the distribution of all post-test scores (n=70).  The mean was .89 



















































Post-Test Scores of All Trained Participants
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Research Question 1   
The first question was: Does this training curriculum increase participants’ 
knowledge of best practice interventions for service delivery to vulnerable individuals 
and adults? An inferential analysis utilizing t-test and one-way ANOVA was utilized to 
answer this question.  First a t-test: Two-Sample Assuming Equal Variances was 
conducted comparing the pre-test scores of 44 trained participants (M = .72, SD = .16) to 
the pre-test scores of 73 untrained participants (M = .73, SD = .12) demonstrating no 
significant difference between the two groups, t(115)=-.413, p=.6803.   Next a t-test: 
Paired Two Sample for Means was conducted comparing the post-test scores (M = .91, 
SD = .07) and pre-test scores (M = .72, SD = .16) of 44 participants trained demonstrating 
significant difference between the two groups, t(43)=9.76, p<.001.  A t-test: Two Sample 
Assuming Equal Variances was conducted comparing 44 post-test scores (M = .91, SD 
= .07) of those trained to the 73 pre-test only scores (M = .73, SD = .12) of those who 
were not trained demonstrating significant difference between the two groups, 
t(115)=9.48, p<.001. 
Based on the above findings, further testing was conducted focusing on groups 
with post-test scores.  A t-test: Two-Sample Assuming Equal Variances was conducted 
comparing post-test scores of 44 participants with a pre-test (M = .91, SD = .07) to the 
post-test scores of 26 post-test only (M = .85, SD = .09) group demonstrating a significant 
difference, t(68)=3.16, p=.002.  Finally, a t-test: Two-Sample Assuming Equal Variances 
was conducted specifically looking at the group of 44 that were trained and had a pre- 
and post-test.  This analysis looked at the post-test scores of those of the group who were 
trained virtually (M = .91, SD = .08) and those who were trained in-person (M = .92, SD 
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= .06) demonstrating there was not a significant difference between the two groups, 
t(42)=.497, p=.622.  A One-Way between subjects ANOVA was conducted to compare 
the effects of length of time of employment on pre- post-test change scores in < 1 year,  
1-5 < years, and ≥ 5 years.  There was not a significant effect of the length of 
employment on pre- post-test change scores for all participants at the p < .05 level for the 
three conditions, [F(2, 41) = 1.84, p = 0.171].  Figure 3 represents the distribution of 





Research Question 2   
The second question was: Does this training curriculum increase 
paraprofessional participants’ knowledge of best practice interventions for service 
delivery to vulnerable individuals and adults?  An inferential analysis utilizing t-test and 
one-way ANOVA was utilized to answer this question.  First a t-test: Two-Sample 
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= .146) to the post-test scores (M = .89, SD = .064) of 25 paraprofessionals demonstrating 
there was a significant difference between the two groups, t(48) = 7.66, p < .001).  Then a 
t-test: Two-Sample Assuming Equal Variances was conducted comparing the post-test 
scores of 25 paraprofessionals (M = .89, SD = .064) to post-test scores of 19 professionals 
(M = .95, SD = .062) demonstrating there was a significant difference between the two 
groups, t(42) = 2.85, p = .007).  Based on this finding, a t-test: Two-Sample Assuming 
Equal Variances was conducted comparing the change scores of pre- post-test scores of 
25 paraprofessionals (M = .243, SD = .149) to change scores of pre- post-test scores of 19 
professionals (M = .137, SD = .081) demonstrating there was a significant difference 
between the two groups, t(42) = 2.81, p = .008).  Figure 4 shows the distribution of pre-





Figure 5 shows the distribution of pre-test scores (M = .65) for the 
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 Figure 6 shows the distribution of post-test scores (M = .89) for the 
paraprofessionals (n = 25) who were trained. 
 
Figure 6  
 
 
Finally, a One-Way between subjects ANOVA was conducted to compare the 
effects of length of time of employment on pre- post-test change scores in < 1 year,  1-5 < 
















































Post-Test Scores of Paraprofessionals
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the length of employment on pre- post-test change scores for paraprofessionals at the p 
< .05 level for the three conditions, [F(2, 22) = .660, p = 0.527].  Figure 7 represents the 
distribution of change scores for paraprofessionals by length of time of employment. 
 
Figure 7  
 
 
A One-Way between subjects ANOVA was also conducted to compare the effects 
of length of time of employment on pre- post-test change scores in < 1 year,  1-5 < years, 
and ≥ 5 years for professionals (n = 19).  There was not a significant effect of the length 
of employment on pre- post-test change scores for professionals at the p < .05 level for 
the three conditions, [F(2, 16) = 1.09, p = 0.360].  Figure 8 represents the distribution of 
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 This chapter presented the quantitative data findings produced by inferential 
analysis utilizing t-test and one-way ANOVA for a sample size of 143 participants.  Each 
analysis looked to determine the effectiveness of the Social Work Informed Casework 
Training Curriculum utilizing pre-test and post-test results of participants.  T-test analysis 
of those with both pre-test scores and post-test scores yielded a result of a significant 
difference between the two groups with p < .001.  Subsequent t-test analysis further 
found a result of a significant difference between pre- and post-test scores of 
paraprofessionals with p < .001. 
 There was a benchmark percentage of 80% set for the training curriculum.  There 
were 70 training participants and all 70 completed a post-test analysis.  The 70 post-test 
scores collected yielded a mean score of 89%.  Sixty-two out of seventy (89%) 
participants attained the benchmark score of 80%.  Forty-two out of seventy (62%) 
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More in depth analysis was completed specifically looking at the group of 
paraprofessionals due to the stated need of training and support for this subgroup of 
individuals providing social service support to vulnerable populations in non-profit 
settings (Hardcastle, 1971; Loring, 1977; Brawley & Schindler, 1991; Armstrong, 2010).  
Further analysis looking at the scores of paraprofessionals specifically shown that 84% 
(31 out 37) of all paraprofessionals trained attained a score of 80% or better.  With further 
analysis of those paraprofessionals completing the pre- and post-test (n=25), it was found 
that 92% (23 out of 25) attained a post-test score of 80% or better.  The pre-test scores of 
this specific group (n-25) shown a mean score of 65% with only 20% (5 out of 25) 
attaining the benchmark score of 80% prior to the training.  The change score analysis of 
pre- and post-test scores of the 44 participants completing both tests showed a mean 
of .19 increase post-test score over pre-test score. 
The subgroup of professionals (n=56) were also analyzed showing an average 
pre-test score of 78%.  Twenty-five out of fifty-six (45%) professionals attained the 
benchmark score of 80% on their pre-test.  Upon examination of post-test scores (n=33), 
the mean score was 92% with 31 out of 33 professionals attaining the benchmark score of 
80%.  Of the professionals who completed a pre-test and post-test (n=19), 95% attained 
the benchmark score.  The mean was 95% for the post-test of this subgroup. 
The findings provided in this chapter lay the foundation for discussion of the 
effectiveness of the Social Work Informed Casework Curriculum in a non-profit setting 
for both paraprofessionals, the target population, and professionals.  The findings further 
support conversation of the implications of the implementation of a successful training 
curriculum for a non-profit agency. 
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Chapter 5:  Analysis and Synthesis 
Introduction 
 This chapter will reexamine the research questions presented as a result of the 
problem identification, statement of need, and literature review surrounding the effective 
use of paraprofessionals within non-profit service social agencies.  Discussion will focus 
on the findings related to the effectiveness of the Social Work Informed Casework 
Training Curriculum developed and implemented in a non-profit social service agency 
across multiple states.  Discussion will also address unexpected findings, limitations, and 
transferability of the curriculum. 
Discussion 
 This analysis of the pre- and post-test scores from participants concluded that the 
Social Work Informed Casework Training Curriculum was effective in increasing the 
scores of participants who completed the training for all groups.  It concluded that the 
training curriculum was effective in increasing participant’s knowledge. Thus, answering 
research question one:  Does this training curriculum increase participants’ knowledge of 
best practice interventions for service delivery to vulnerable individuals and adults?  
Figure 1 and Figure 2 in chapter 4 provide a visual depiction of pre- and post-test scores 
for all participants showing a visual increase in scores.  However, to conclude this finding 
was statistically significant several inferential analyses were conducted to verify the 
initially appearances. 
 As stated in the descriptive statistics and Table 1 from chapter four, there were 
143 total participants in this study.  There were 117 participants made up of employees 
and pastors consisting of paraprofessionals and professionals with varying lengths of time 
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of employment who completed the pre-test (Appendix A).  Seventy-three of those 
participants completed a pre-test only and did not participate in the training curriculum.  
There were 70 participants of the same qualifiers, who participated in the training 
curriculum and completed a post-test (Appendix B).  There was a total of 44 participants 
trained who had a pre- and post-test score.  As noted in the findings in Chapter four, there 
was a significant difference between the pre- and post-test scores of the 44 participants 
with both sets of data.  The t-score was well over 9 (t(43) = 9.76) indicating a large 
difference between the groups, with the p < .001 signifying that there is only a 1 in 1000 
probability of this result occurring without the intervention of the training curriculum for 
this group of individuals.  To further evaluate research question one, a t-test analysis was 
conducted comparing the pre-test scores of the 44 participants with both pre- and post-
test to the 73 participants with only a pre-test.  The t-test analysis found that there was no 
significant difference between the two groups.  This further helps to strengthen the result 
related to the pre- post-test analysis of just the 44.  It helps to discount that there was a 
difference in this group prior to receiving the intervention of the training curriculum.  A t-
test analysis between the post-test scores of the group of 44 compared to the pre-test 
score of the group of 73 pre-test only showed the same high level of significance of 
difference with t(115) = 9.48 and p < .001.  There was minimal difference between this 
test and the test of just the group of 44 further showing the significance of the effect of 
the training.   
 Additional analysis was then conducted within the group of participants with a 
post-test to determine if there was a difference between the groups.  A t-test analysis was 
conducted comparing the group of 44 with a pre-test with the post-test scores of 26 
TRAINING CURRICULUM EFFECTIVENESS           58 
 
participants with a post-test only.  It was found that there was a significant difference 
between these two groups.  An important factor to note about these two groups is that 
they were also trained by two different trainers.  The group of 44 was trained by the 
researcher while the group of 26 was trained by another master’s level professional.  It 
must also be noted that the two groups are from different regions within the same non-
profit agency and have different hiring standards thus possibly impacting the difference 
between these two groups.  The ideal would have been to show that there was no 
significant difference between these two groups, however that was not the finding at this 
time so it cannot be concluded that the training has the same effectiveness when trained 
by any master’s level professional.  We cannot say why this is significant.  It could be 
that the group of 44 were exposed to the questions on the post-test in the pre-testing 
phase or due to the fact that they were trained by this researcher.  It could also be, as 
stated above, that the group of 26 are from a different region with different qualifications 
for hiring and casework positions.  In order to thoroughly test the effectiveness of this 
training when being administered by another trainer, a pre-test would be necessary.  This 
would be an area for further evaluation in later testing and will be discussed further in the 
next section.  The inability to understand why there was a significant difference between 
these two groups, analysis around the effectiveness of the training when done virtually or 
in-person was done only with the group of 44 where a pre- and post-test was present.  It 
was found that there was no significant difference between the post-test scores of those 
trained virtually (n=16) and those trained in-person (n=28).  This is significant because it 
tells us that the training appears to be adaptable to different mediums of delivery and 
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presents an opportunity for further testing with larger groups and with different master’s 
level professionals. 
 The final analysis conducted for research question one looked at the length of 
time of employment and the post-test scores of those trained.  A One-Way ANOVA was 
used comparing the means of the post-test scores against three different categories of 
length of time of employment.  One of the desires of this training curriculum was to 
present a training option for new hires of paraprofessionals within the first year of 
employment.  This analysis was looking to determine if the post-test scores were 
significantly different based on length of time of employment.  It was unknown at the 
onset of the development of this curriculum if on-the-job learning would impact the 
results of post-test scores.  For this analysis the change score from pre- to post-test was 
utilized for the group of 44 participants.  Length of time of employment was broken 
down into three categories: 1) less than one year, 2) one year to less than five years, and 
3) five years or greater.  The rationale for this breakdown was determined based on the 
desire to understand the value of training within the first year of employment and at other 
pivotal times of staff turnover.  The category of less than one year was due to that being 
the target population of the training curriculum long-term, while the second category was 
due to the high rate of turnover within this particular non-profit within the first years of 
employment, and the third category represented those who stayed beyond the 5 year 
mark.  The One-Way ANOVA concluded that there was no significant difference between 
the three groups and their post-test scores (Figure 3).  This finding is significant because 
it demonstrates that the significant increase in pre- and post-test scores was not related to 
on-the-job training thus supporting the earlier findings showing effectiveness of the 
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training curriculum.  It also leads to further discussion around on-going training and 
supervision for staff.  This is an area to be discussed more in the next chapter regarding 
on-going implications and areas for further research. 
 The findings of significant difference between pre- and post-test scores for both 
paraprofessionals and professionals in the first research question calls us to look deeper at 
research question two: Does this training curriculum increase paraprofessional 
participants’ knowledge of best practice interventions for service delivery to vulnerable 
individuals and adults?  As stated previously, the desire of this training curriculum was to 
develop a curriculum focusing on increasing knowledge of paraprofessionals employed in 
non-profit social service agencies.  The group of 44 participants trained utilizing the 
curriculum with both a pre- and post-test was broken down into two groups based on 
level of education.  As defined earlier for the purpose of this study, a paraprofessional is 
any individual without a four-year degree in a human service-related field (Armstrong, 
2010).   Based on this definition, the group of 44 participants were categorized as 
paraprofessional (n=25) and professional (n=19).  The education level for the group of 
paraprofessionals ranged from less than high school diploma to some college but no 
degree, while the group of professionals spanned from bachelor’s degree to graduate 
degree.  It should also be noted that not all degrees earned were in human service-related 
programs.  In addition to social work, there were also degrees in education, business 
administration, and theology. 
 As noted earlier, a benchmark score of 80% was set for the post-test.  For the 
group of 44, 92% (23 out of 25) paraprofessionals attained the benchmark score of 80% 
with a mean score of 89% as opposed to their pre-test mean score of 65%.  Figure 5 and 
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Figure 6 show a visual depiction of the change in pre- and post-test scores for 
paraprofessionals who were trained utilizing the training curriculum.  Ninety-five percent 
(18 out of 19) of professionals attained the benchmark score with a mean score of 95% as 
opposed to their pre-test mean score of 81%.  This shows a significant increase in mean 
score for both groups post training but more specifically a larger increase for 
paraprofessionals, the primary intention of the training curriculum.  In order to verify 
what appears to be an effectiveness, additional inferential analysis were conducted 
utilizing t-tests and one-way ANOVA.   
 The t-test analysis of the pre- and post-test scores for the 25 paraprofessionals 
who were trained showed a significant difference with t score 7.65 and p < .001.  As 
stated with regards to research question one and the effectiveness on the whole group, 
this demonstrates a high significance between the pre- and post-test scores thus showing 
the effectiveness of the training curriculum on knowledge attained by the group of 
paraprofessionals.  The t-test analysis looking at the post-test scores between 
paraprofessionals and professionals also showed a significant difference with p = .006.  
This led to t-test analysis using the change score between pre- and post-test for each 
group respectively.  This also demonstrated a significant difference between the two 
groups, which supports our inference based on the mean scores for each group.  It is also 
significant to note that there was a larger mean change score for paraprofessionals (M 
= .243) over professionals (M = .137).  This shows that the average increase in score from 
pre- to post-test was 24.3 points for paraprofessionals and 13.7 points for professionals.  
Paraprofessionals appear to have gained a significant amount of knowledge through the 
training curriculum.  It is also important to notate the high number of change score for 
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professionals.  This lends itself to question the need for regular on-going training in 
changes to best practices for professionals within this non-profit setting as well.  It is 
unknown the current policies related to supervision and continuing education for 
professionals within this non-profit but the demonstration of the numbers of professionals 
who did not reach the benchmark score of 80% on the pre-test coupled with the 
significant change score of pre- to post-test causes one to question is training and 
supervision is lacking. 
 A One-Way ANOVA analysis looking at the potential impact of length of time of 
employment on post-test scores broken down by paraprofessionals and professionals was 
also conducted.  Both analyses concluded that there was no significant differences 
between post-test scores and the length of time of employment.  There was a desire to 
provide training through this study focusing on paraprofessionals within the first year of 
employment, however, with the limitations due to the COVID-19 pandemic, this was not 
possible; therefore, the results of this analysis demonstrate that on-the-job training did not 
appear to impact the level of knowledge acquired through this training curriculum.  This 
lends to the possibility that a social work informed approach is not currently provided to 
paraprofessionals or professionals employed in this particular non-profit social service 
agency. 
Limitations and Transferability 
 This study faced multiple challenges that resulted in limitations from the initial 
methodology.  The design was developed to have a pre-test and post-test of all 
participants allowing for a control group.  Due to the COVID-19 pandemic, the non-
profit agency needed immediate training of casework staff to address the needs across 
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communities throughout the region.  This urgency resulted in an inability to have all 
training participants complete a pre-test prior to training.  This sudden change and real-
world need to immediately begin serving individuals and families facing crisis, there was 
an inability to have individuals not participating in training complete a post-test that 
could be utilized to create a control group for analysis purposes.  Furthermore, the 
training was designed to be delivered by any MSW professional and the design was set to 
have a train the trainer training for MSW supervisors who would then train participants 
throughout the non-profit agency.  Due to the urgency of the need for training, there was 
not time to train MSW supervisors or have them conduct the training themselves in their 
area.  This resulted in this researcher providing the training for a large number of the 
training participants.  There was one Master’s level professional, however, not a MSW 
who provided the training.  Due to this group trained being in a different region there is 
an inability to fully understand the differences between the groups that were found in 
some of the tests as discussed above. 
 This study was also limited in its ability to focus on paraprofessionals within the 
first year of employment due to a hiring freeze that took place within the agency.  This 
limitation also created an opportunity to see the impact the training can have on staff at 
multiple levels as well as shed light on additional areas for further testing and evaluation.  
The inability to conduct training for a larger sample in a face-to-face setting was also a 
direct result of COVID-19 restrictions and created a limitation to the study in its initial 
design.  This also created an opportunity to test the effectiveness of the study across 
different mediums of delivery allowing for expansion for future testing. 
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 Based on the findings of this study that the Social Work Informed Casework 
Training Curriculum was effective in providing knowledge of best practices to 
paraprofessionals and professionals alike in a non-profit social service agency it is likely 
that other social service agencies utilizing paraprofessionals and professionals to provide 
social service support to clients could see similar results.  This study provides a training 
manual that outlines a social work informed framework to train staff in a uniform manner 
of service delivery that could impact overall agency outcomes and evaluation.   
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Chapter 6:  Conclusions and Recommendations 
Introduction 
 This chapter will provide conclusions of the study by revisiting the purpose of the 
study and the research questions.  This chapter will also provide final statements by the 
researcher as well as discussing implications for social work practice.  Further discussion 
regarding recommendations related to policy and practice and questions resulting from 
this study for future exploration will also be discussed. 
Conclusions 
 This study provided an opportunity to thoroughly analyze the effectiveness of the 
Social Work Informed Casework Training Curriculum developed for the purpose of 
increasing knowledge of best practice approaches for paraprofessionals in non-profit 
social service agencies.  The hypothesis for this study was that the training curriculum 
would be effective in increasing knowledge of best practice approaches for 
paraprofessionals.  As discussed in earlier chapters, study analysis found that the training 
was effective in meeting its desired purpose as well as showing the ability to increase the 
knowledge of professionals, therefore supporting the hypothesis.  
Implications for Social Work Practice 
The findings of this research study are providing implications in practice, 
research, and policy.  Social service agencies throughout the country, and the world, 
continue to utilize paraprofessional personnel to meet the needs of vulnerable populations 
in their communities.  The increase in the demand of support for basic needs will only 
continue to strain social service agencies potentially increasing the demand and hiring of 
paraprofessionals to carry out significant work.  Further, the nature of fundraising and 
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support for non-profit social service agencies throughout the country continues to 
decrease in availability for staffing support forcing many agencies to be unable to meet 
minimum pay requirements for professional staff.  With this potential trend, what is the 
role of the professional social worker in this area?  The role of the professional social 
worker is required to continue to be that of professional supervisory support to 
paraprofessional staff.  This includes ensuring that paraprofessional personnel are 
properly trained and supported to carry out the tasks of their job while ensuring the safety 
of the vulnerable populations for which they are interacting.  This Social Work Informed 
Casework Training Curriculum provides a framework for social work professionals to 
train paraprofessional staff for which they are responsible.  This further provides a 
framework for ensuring a baseline knowledge by all staff working with clients allowing 
for equal evaluation of staff and overall program effectiveness.  This provides a baseline 
for which social work professionals can gauge the individual needs of staff to provide on-
going training and supervision as discussed as essential in the literature reviewed in the 
70s and 80s (Hardcastle, 1971; Loring, 1977; Brawley & Schindler, 1991; Armstrong, 
2010).   
This study also provides support for the review of agency policies and procedures 
of training and supervision of paraprofessionals and professionals hired by the agency.  
There is evidence in this study that even professionals with a number of years of 
employment, can still need continued education to understand everchanging best 
practices. 
Finally, this study provides specific role definition of primarily for MSW 
professionals in non-profit social service agencies as supervisory in support and on-going 
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training of paraprofessionals.  The MSW has the specific task of equipping and preparing 
the paraprofessional to carry out the tasks of their job utilizing best practices thus 
working to minimize risk to vulnerable populations being served.  This further increases 
the need for regular supervision between the MSW and paraprofessional as well as other 
professionals in casework roles. 
Recommendations 
 The initial recommendation as a result of this study would be thorough review of 
current training programs through the lens of social work best practices.  Agencies should 
ask themselves what are current new hire procedures; what training is provided within 
the first year of employment; how do we, as an agency, provide current best practice 
information to staff?  Further, review of current supervisory policies and procedures 
should be conducted looking to ensure appropriate support is not only available, but 
readily provided at every level.  Supervisors should have the opportunity to be properly 
trained on supervisory techniques, particularly how to support and supervise 
paraprofessional staff who may have a different set of skills and perspective from the 
supervisor.   
Recommendations for Future Research 
 This study would benefit from the use of a control group as well as ensuring that 
all participants who are trained complete both a pre- and post-test.  An additional study 
focusing on training MSW supervisors in this curriculum to train paraprofessionals and 
analyze those results would strengthen the findings discussed in this study.  Additionally, 
a study looking at the fidelity of the training curriculum would be a logical next step with 
the training of MSW professionals conduct the trainings. 
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 As noted earlier in discussions, future studies evaluating supervisory policies and 
actual practices within non-profit social service agencies would provide insight into how 
learned best practices in an academic setting transfer to the crisis forward reality of non-
profit social service agencies.  How are priorities set within an agency setting?  A 
thorough evaluation of new hire training practices in social service agencies within a 
particular region or the country could also help inform best practice approaches to 
meeting the demands of training new hires.  This would also help in preparing MSW 
professionals for leadership roles within the field. 
Summary 
 In conclusion, this study set out to evaluate the effectiveness of a training 
curriculum that would prepare paraprofessionals for the responsibilities of their jobs 
within non-profit social service agencies.  The findings of this study suggest that the 
training curriculum was effective in increasing knowledge of best practices for not only 
paraprofessionals but professionals who participated as well.  This study further 
generated several additional questions for continued study into the complex nature of the 
use of paraprofessionals in social service agencies continually understanding the 
invaluable knowledge and perspective they bring to the professional realm of social 
service support to vulnerable populations and communities. 
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Introduction to Casework Evaluation 
 
*1. Participant Information    
Email Address  
Corps Name/Service Extension Area  
 
 2. What is the highest level of school you have completed or the 
highest degree you have received? w 
Less than high school degree 
High school degree or equivalent (e.g., GED) 





3. What is your current degree? w 
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8 
*7. SMART goals are written as part of what stage of the Planned 






*8. Which stage of the Planned Change Process focuses on the 
worker’s ability to recognize and understand their own values, 












*10. What are the elements of self-reflection? w 
Awareness of thoughts, feelings, & behaviors 
Awareness of attire, facial expressions, & body positioning 
Awareness of environment 
Awareness of client intake history 
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*12. ________ is defined as intentional sharing of personal 






*13. _________ ________ moves away from defining people by a list of 
their deficits or problems to viewing people through the eyes of 






*14. _______ ________ describes how the client system interacts with 
other systems (i.e. education, legal, employment, etc.) impacting 






*15. Strengths perspective is important because it is empowering, 
eliminates stigmatizing language, ________ _________, and creates 















*17. Self-Sufficiency Matrix scores each domain on a scale of 1 to 5. 
Place the meaning of each ranking in the correct order. w 
Crisis, Vulnerable, Increasing Stability (low end), Increasing Stability 
(high end), Sufficiency 
Sufficiency, Crisis, Increasing Stability (low end), Vulnerable, 
Increasing Stability (high end) 
Vulnerable, Crisis, Increasing Stability (low end), Increasing Stability 
(high end), Sufficiency 
Crisis, Increasing Stability (low end), Vulnerable, Increasing Stability 
(high end), Sufficiency 
 






*19. The ______ stage of the Stages of Change Model is when the 
client is ready to modify their behavior or environment in order to 













*21. SMART goals are broken down into _______ ______ to be taken by 
client and worker to achieve established goals. w 







*22. What are the four standards of case notes? Clear, ________, 






*23. The action plan is carried out in the ________ stage of the 






*24. The ability for the worker to help the client recognize and 






*25. The _________ ________ is important throughout the Planned 
Change Process and allows the worker to point out skills, growth, 
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*26. Success will be defined by a ______ in the number of barriers as 
determined by the Self-Sufficiency Matrix and __________ of client 
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*31. T or F: The Planned Change Process establishes a framework 
of stages that can be applied to any situation working with 




*32. T or F: Your diversity as a worker may impact the way you 




*33. T or F: Your nonverbal cues during an interview can impact the 




*34. T or F: It does not violate a client’s confidentiality if the worker 





*35. T or F: All workers should lock their computer when walking 




*36. T or F: It is only a violation of confidentiality if a worker uses 
the full name of a client when talking about their situation in a 




*37. T of F: The action plan is written by the worker based on the 
interview and assessment of the client situation. w 
True 




*38. T or F: Case notes include next steps. w 
True 
False 
*39. T or F: Workers ignore new crisis when working through the 




*40. T or F: The worker and client can continue to make changes to 









*42. T or F: Effective supervision requires regular face to face 




*43. T or F: The worker can request supervision to discuss a 




*44. T or F: Supervision can only be received during scheduled 
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*45. T or F: The single purpose of supervision is to discuss worker 





TRAINING CURRICULUM EFFECTIVENESS           82 
 
















Social Work Informed 
Casework Training Curriculum 






















*This training curriculum is available for use 
with permission. 
 






























Mindy L. McCormick, ABD 
Kutztown University 
August 2020 © 
TRAIN-THE-
TRAINER 
TRAINING CURRICULUM EFFECTIVENESS           83 
 
 
The use of paraprofessionals, individuals without a four-year degree in a human 
service related field, in social services agencies has been a common practice for decades 
(Armstrong, 2010).  As the social work profession began to take on its full identity, and 
President Lyndon B. Johnson declared “War on Poverty” in his January 8, 1964 State of 
the Union Address, the demand for workers to meet the immediate needs of an 
impoverished society increased exponentially (Feldstein, 1971).  This increased demand 
resulted in the promotion of the use of paraprofessionals in social service agencies to 
meet the growing needs.  Over time this continued to remain as common practice 
(Armstrong, 2010).  The problem we are presented is that the agency continues to utilize 
paraprofessionals, volunteers, and interns in their setting to meet the needs of clients with 
little to no training.   
As a social worker I have an ethical responsibility to the profession and the 
individuals being served (NASW, 2017).  Social workers are bound by a code of ethics 
that guide the services provided to protect the client, community, agency, and profession.  
A lack of training on the part of the agency for paraprofessionals puts the individuals 
being served at risk of not receiving the service delivery they are entitled.  It is also 
important that paraprofessionals be identified as such when working with clients and 
within the community.  A distinction must be made between the paraprofessional and the 
professional social worker.  In today’s agency environment the use of the term 
paraprofessional has been replaced with more acceptable terms such as caseworker or 
case manager.  These terms, which are specific roles of a professional social worker, have 
become default for position titles and have blurred the lines of distinction between a 
professional and paraprofessional. 
 
Prevalence of the Problem 
There is a need to strengthen the training that is provided to paraprofessionals 
utilized in social service agencies.  During the 1960s and 1970s there was a great deal of 
literature published outlining the utilization of paraprofessionals in social service 
agencies (Coate & Nordstrom, 1969; Danish & Brock, 1974; Field & Gatewood, 1976; 
Hardcastle, 1971; Hoffman & Warner, 1976; Loring, 1977).  The articles focused on the 
need for appropriate training and role definition for paraprofessionals to protect 
families (Danish & Brock, 1974).  Following this insurgence of literature through the 
1970s there is very little to be found regarding the issue.  The 21st century marked a new 
era of evaluating the services provided by social service agencies.  With this increase in 
evaluation we begin to see an increase in conversation around the use of 
paraprofessionals within the field (Armstrong, 2010; Au et al, 2018; Beck et al, 2018; 
Bowblis & Roberts, 2017; Griffin-Shirley & Matlock, 2004;  Metha et al, 2019; 
Sparkman-Key & Neukrug, 2016; Passetti et al, 2019).  The literature focuses on the 
effectiveness of paraprofessionals and the rationale around their use.  Passeti et al (2019) 
describe “a growing workforce crisis fueled by low compensation, challenging work, 
high turnover rates, shortage of workers, stigma, and the retirement of aging employees” 
(p. 1) as a significant factor in the use and expansion of paraprofessionals in service 
delivery.  Bowblis & Roberts (2017) mark the reality that many roles for 
paraprofessionals are not well-defined jeopardizing the overall care provided.  It is 
evident through the literature and field experience that this lack of training for 
TRAINING CURRICULUM EFFECTIVENESS           84 
 
paraprofessionals poses multiple challenges to ensuring consistency in service delivery to 
the client.  The lack of training further allows for gaps in knowledge and skill 
development in paraprofessionals that is not seen in social workers. 
As noted earlier, and documented throughout the literature, paraprofessionals 
bring a unique understanding of challenges common for the clients they are serving, and 
the capacity to build trust and facilitate a bridge between the client and the professionals 
they will often engage (Atkeson, 1967; Birnbaum & Jones, 1967; Hardcastle, 1971; 
Nittoli, Girloth, & Robert, 1997; Metha, et a., 2019; Armstrong, 2010).  The literature 
further discusses the importance of training and supervision from a social work 
professional in order to ensure paraprofessionals are prepared for the tasks they are 
responsible (Hardcastle, 1971; Loring, 1977; Brawley & Schindler, 1991; Armstrong, 
2010).  Due to this, the following training curriculum was developed with the purpose of 
providing a framework for training of paraprofessional staff utilizing a social work 
informed approach focusing on evidence-based and best practice approaches to meeting 
the needs of clients and communities.  This training curriculum is designed to establish a 
baseline level of knowledge for staff providing social service support within an agency 
setting. 
 




• Understand the Planned Change Process as framework for working with any 
client 
• Understand each stage of the Planned Change Process and the skills necessary 
to effective complete each stage 
• Understand the role of self-reflection in developing professional self and 
building working relationship with clients 
• Understand the theories driving practice utilized with clients 
• Understand additional tools for assessment  
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Casework Training Modules 
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II. References 
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c. Case Study 
d. Eco-Map 
e. Intake Form 
f. Client Sufficiency Matrix 
g. SMART Goal Handout 
h. Action Planning Tool 
i. Case Note Template 
j. Personal Supervision Form 









Section Overview:  The purpose of this module is to provide specific instruction to 
trainers to facilitate training of best practices in utilizing the Planned Change Process as a 
framework for all casework with clients seeking assistance through social services.  This 
training integrates the theory behind best practice approaches to the casework process.  
The agenda for the day outlines the material to be covered in this section.  Each section of 
the agenda is broken down with specifics related materials needed and activities. 
 
Agenda for 1-day training (8:30 am – 4:00 pm): 
 
8:30 – 9:00   Welcome & Introductions 
 
9:00 – 9:30  Planned Change Process  
   Overview of Planned Change Process 
   Introduction of Case Studies 
 
9:30 – 10:30   Self-Reflection 
   Strengths & Weaknesses Assessment 
 
9:30 – 10:30  Engagement 
   Intake Form 
   Active Listening Activity 
   Use of Self 
   Professionalism 
   Confidentiality 
 
10:30 – 10:40  Break 
 
10:45 – 12:15  Assessment 
   Theoretical Framework 




   Application of Theory in Practice 
    Strengths Assessment Activity 
    Self-Sufficiency Matrix & Eco-Map 
 
12:15 – 12:45  Lunch 
 
12:45 – 2:00  Planning 
   Stages of Change Model  
SMART Goals – objectives 
   Ethics 
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   Documentation – Case Notes 
 
2:00 – 3:00   Implementation 
   Empowerment 
   Empathy 
   Self-Disclosure 
   Next Steps     
 
3:00 – 3:05  Break 
 
3:05 – 3:35  Evaluation, Termination, Follow-up 
   Was the need met? 
   Exiting a client 
   Client Satisfaction Survey 
   Follow-up appt? Or other follow-up steps? 
 
3:35 – 4:00  Supervision 
 
4:00   Posttest & Training Evaluation 
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8:30 – 9:00 Welcome, Introductions & Ice Breaker 
 
Section Goal:  Introduce the Planned Change Process to caseworkers as framework for 
all future work and interactions with all clients. 
 
Materials Needed: 




1. Introductions & Icebreaker: One Word (20 minutes) 
  
All participants have five minutes to come up with one word that describes the 
agnecy.  Each participant then shares their name, position, and one word with the rest of 
the group. 
 
9:00 – 9:30 Planned Change Process 
 
Section Goal:  Introduce the Planned Change Process to caseworkers as framework for 
all future work and interactions with all clients. 
 
Objectives: 
1. Caseworkers will be able to identify the stages of the Planned Change Process 
2. Caseworkers will be able to identify the stages of the Planned Change Process 
using case studies 
3. Caseworkers will be able to input the steps of working with a client into the 
Planned Change Process 
 
Materials Needed: 
 From caseworker resource packet:  Stages of Planned Change Process 




1. Introduction of Planned Change Process (20 minutes) 
 
Trainer Note:  Remind participants that today’s training will be less formal than 
some traditional trainings they have participated in, and this will be more interactive 
and discussion in nature.  Participants should be informed that there will be a question 
and answer opportunity at the end of each section. 
Trainer should explain to each caseworker that they will use their casework 
resource packet throughout the training. 
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-Trainer explains Planned Change Process utilizing Power Point and 
referencing Planned Change Process handout from caseworker resource 
packet 
 
2. Introduction of case study (10 minutes) 
 
-Trainer explains that the case study presented represents an individual/family 
that has been referred to the agency and this is their first interview after 
receiving appointment 
 
-Trainer will allow for groups/individuals to review the case study  
 
9:30 – 10:00 Self-Reflection 
 
Section Goal:  To understand their own thoughts, feelings, and experiences and how they 
impact who they are and their interaction with clients 
 
Objectives: 
1. Caseworkers will be able to articulate the meaning of self-reflection 
2. Caseworkers will be able to define professional use of self 
3. Caseworkers will be able to recognize their own feelings related to a variety 
of situations, experiences, etc.   
4. Caseworkers will be able to identify their strengths and weaknesses  
 
Materials Needed: 




1. Overview of Self-Reflection 
 
-Trainer will define self-reflection and the role it plays in the planned change 
process 
 
2. Trainer will define professional use of self   
 
-Trainer will present the following examples: 
 
3. Recognition of feelings 
 
-Trainer will ask each participant to think about their first day of work when 
they started at the agency.  Trainer will then ask them to identify the feelings 
Trainer will explain that there are 4 different case studies and each caseworker 
should select one to use for the duration of the training. 
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they felt on that day.  They will then be asked to think about what lead them to 
feel that  
way.  Trainer will then ask about their beliefs around starting a new job and 
the expectations they have. 
4. Strengths and Weaknesses Activity  (10 minutes) 
 
-Trainer will introduce the strengths and weaknesses activity form.   
 -List 5 strengths 
 -List 3-5 weaknesses 
 -Identify the opportunities created by your strengths and weaknesses 
 -Identify the threats created by your strengths and weaknesses 
 
10:00 – 10:50 Engagement 
 
Section Goal:  Trainers will be able to walk caseworkers through a family case study to 
complete an intake form utilizing active listening.  Trainers will tie in the discussion of 
use of self as well as discuss professionalism and confidentiality. 
 
Objectives: 
1. Caseworkers will be able to use active listening taught by trainers to extract 
necessary information from client narrative to complete as much of the intake 
form as possible. 
2. Caseworker will be able to recognize the role of self-reflection in engaging 
clients and beginning to form a working relationship. 
3. Caseworker will understand professionalism as relates to building a working 
relationship with client. 
Trainer will make the connection between how the worker felt on their first day 
and where those feelings came from and how that connects to what clients are feeling 
when they access services.  Trainer will also tie together that the worker has feelings 
related to the interaction with the client before they actually meet.  Self-reflection is 
being able to recognize those feelings and understand from where they are coming.  
Trainer should reiterate that beliefs (what we think) influences the feelings we have in 
situations based on experiences we have had and things we have heard/learned. 
Trainer will explain that this activity must be looked at while thinking about the 
tasks associated with their job. Each caseworker should begin by listing 5 strengths.  
Caseworkers should then list 3 – 5 weaknesses.   
Trainer should stress that weaknesses do not define a person but present 
opportunities for growth, but denial or ignorance of weaknesses create a breeding ground 
for threats that will derail a person and keep them stuck.  
Weaknesses require a plan to address them - either in surrounding oneself with 
others who hold that area as strength, or a plan on how to strengthen that weakness. 
Trainers should remind caseworkers that weaknesses make them human and 
creates an ability to grow empathy. 
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4. Caseworker will understand the importance of confidentiality and skills 
necessary to protect client’s confidentiality at all times. 
 
Materials Needed: 




1. Preparing for the meeting (15 minutes) 
  
-Trainer discusses preparation of self, materials, and space  
 
-Trainer asks caseworker to discuss current process for preparation prior to 
meeting with client 
 
2. Active Listening Activity (20 minutes) 
 
-Trainer explains intake form 
 
-Trainer will refer caseworker to case study and instruct them to fill in every 
piece they can from the case study provided. 
 
 
3. Confidentiality Discussion (15 minutes) 
 
-Trainer asks caseworkers for common violations of confidentiality 
 
Trainer will stress the importance of listening to the client in order to extract as 
much detail as possible as to avoid the client sharing the same information multiple 
times.  This is a good time to discuss the person of first contact (i.e. receptionist, intake 
personnel, etc.) gather as much general information as possible on the intake form to 
save time and streamline the process for the client.  This will increase efficiency across 
the board. 
Trainer discusses that preparation of self begins with self-reflection in step 1 of 
Planned Change Process but continues throughout the process.  Preparation of self also 
includes professionalism.  Trainer discusses specific examples of professionalism with 
caseworkers.  This is also an important time to discuss the physical layout and 
appearance of space in which caseworker and client will meet.  This is an appropriate 
time to discuss specific policies regarding workspace layout and decoration including 
understanding what artwork and posters could say to the client during the meeting. 
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-Discussion about importance of confidentiality and common pitfalls that 
place client, caseworker, and agency at risk 
 
10:50 – 11:00 Break 
 
11:00 – 12:15 Assessment 
 
Section Goal:  Trainers will be able to walk caseworkers through a family case study to 




1. Caseworkers will be able to use active listening taught by trainer to extract 
strengths and barriers from client narrative to complete strengths assessment 
and client sufficiency matrix 
2. Caseworkers will be able to administer, score, and interpret the Client 
Sufficiency Matrix 
3. Caseworkers will understand how to utilize strengths perspective and 
motivational interviewing for completion of assessments 
4. Caseworkers will be able to utilize active listening to answer all questions 
possible of the client during the course of conversation in order to eliminate 
the client’s necessity to repeat the same information 
 
Materials Needed: 
 From caseworker resource packet:  Case study, Client Sufficiency Matrix 




1. Introduce theoretical framework (10 minutes) 
 
-Trainer introduces an overview of Strengths Perspective, Person-In-
Environment, Family-In-Environment, and Systems Theory to caseworkers 
 
Trainer should advise caseworkers to make a list of violations discussed that are 
not included in the slide presentation.  Trainer also suggests to caseworker that they 
think of common violations they have seen in their own locations that need to be 
discussed with their supervisor or corps officer.  There is a form included in their 
resource packet to conduct an internal assessment of confidentiality at their own 
location.  This should be done after the training. 
Trainer explains that theory dictates best practices in how to work with clients. 





2. Strengths Assessment (30 minutes) 
  
-Trainer instructs caseworkers to read through the case study and underline the 
statements that depict the strengths (10 minutes) 
 
-Trainer then asks caseworkers to discuss the strengths identified from the 
narrative and discuss as a group.  Caseworkers should discuss why they see 
them as strengths. 
 
3.  Client Sufficiency Matrix (SSM) (50 minutes) 
 
-Trainers review Client Sufficiency Matrix with caseworkers  
 
-Trainer instructs caseworkers to read through the case study again and circle 
the statements that depict barriers to stability (10 minutes) 
 
-Trainer has caseworkers complete the SSM using all information gathered 
through case study and provide comments for any section scored 1 or 5.  
Trainer further reminds caseworkers that if it is between two scores you 
always use the lower score. 
 
-Trainer will have caseworkers review ecomap as tool to gather all necessary 
information from interview to complete a strengths assessment and SSM.  
Caseworkers do not have to transfer case study barriers to ecomap but should 
discuss how they would utilize the tool in the conversation since they would 
not have a written case study to review in a normal client interaction. 
 
 
12:15 – 12:45 Lunch 
 
12:45 – 2:00 Planning 
 
Section Goal:  Trainer will be able to walk caseworkers through a case study to complete 
a sample action plan utilizing SMART goals 
 
Trainers provide tips for drawing out strengths highlighting how difficult it is 
even for professionals to identify strengths – highlight the significance of transferring 
the skill of recognizing strengths to clients as they continue to navigate crisis and 
challenges. 
Trainer stresses the importance of understanding all potential barriers even if 
they will not be a specific area of focus at this time.  
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Objectives: 
1. Caseworkers will be able to use active listening, strengths perspective, and 
stages of change model taught by trainer to work with clients to develop an 
action plan 
2. Caseworkers will be able to develop SMART goals 
3. Caseworkers will be able to document all sessions utilizing case notes 
 
Materials Needed: 
 From caseworker resource packet:  Case study, Client Sufficiency Matrix 




1. Introduce Action Plan (40 minutes) 
 
-Trainer explains action plan 
 
-Trainer reviews SMART Goal handout with explanation of how to write 
SMART goals 
-Trainer refers caseworkers to SSM from earlier and case study.  Each 
caseworker writes 1 SMART goal each with 3 action steps utilizing the action 
planning tool.  Large group or smaller breakout groups discuss goals and 
action steps developed 
 
2. Case Notes (15-20 minutes) 
  
-Trainers review case note template and explain DAP format required by the 
agency for all case note documentation 
 
-Trainers have CMs complete a case note for the mock session to work on 
action plan asking for volunteer to share their case note 
 
2:00 – 3:00 Implementation 
 
Trainers provide tips for formatting and keeping up on documentation 
highlighting Salvation Army policy that all notes and data must be uploaded in the 
database within 72 hours. 
Trainer reminds caseworkers that areas that score 1 or 2 on SSM should be areas 
in which goals are developed 
Trainer discusses how to prioritize goals and how to address when client’s goals 
differ from goals identified as priority by caseworker – tips on how to address and 
resolve potential conflict stressing that the client has to take ownership of action plan- 
this is not doing for them but working with them on their plan 
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Probably most appropriate time 
to ask if they want to take a 
break or just finish up 
Section Goal:  Trainer will be able to walk caseworkers through the implementation 
phase of the Planned Change Process while providing knowledge related to 
empowerment, empathy, and self-disclosure. 
 
Objectives: 
1. Caseworkers will be able to define the implementation phase of the Planned 
Change Process 
2. Caseworkers will be able to implement the action plan with a client 
3. Caseworkers will be able to define empowerment, empathy, and self-
disclosure 
4. Caseworkers will be able to apply their knowledge of empowerment, empathy, 
and self-disclosure in working with clients 
 
Materials Needed: 
From caseworker resource packet:  Case study, Client Sufficiency Matrix (SSM), 




1. Discuss implementation phase 
 
-Trainer explains implementation phase and possible reasons for lack of 
success 
 
-Trainer discusses the use of empowerment to motivate clients to work 
through barriers that arise 
 
-Trainer discusses empathy and self-disclosure as well as appropriate use as a 
tool of further engagement with client to motivate for success 
 
-Caseworkers practice empowerment and the use of empathy and self-
disclosure (10 minutes) 
 
 
3:00 – 3:05 Break 
 
 
3:05 – 3:35 Evaluation, Termination, & Follow-up 
 
Section Goal:  Trainer will be able to walk caseworkers through the Evaluation, 
Termination and Follow-up phase of the Planned Change Process 
Trainer should discuss how the most motivated clients may begin to fall flat 
during this phase due to unknown triggers and stressors.  Caseworkers will have to rely 
on relationship built during engagement, assessment, and planning phases. 




1. Caseworkers will be able to use active listening and strengths perspective 
taught by trainer to work with clients to plan for next steps and transition 
2. Caseworkers will understand evaluation 
3. Caseworkers will be able to evaluate their intervention with client prior to 
termination and in supervision post-termination 
4. Caseworkers will understand how to utilize strengths perspective to prepare 
client for termination 








1. Discuss evaluation, termination & follow-up (20 minutes) 
 
-Trainer explains evaluation process with client 
 
-Trainer discusses termination and feelings associated with this process for 
client and caseworker 
 
-Trainer discusses importance of and forms of follow-up 
 
3:35 – 4:00 Supervision 
 
Section Goal:  Trainer will provide best practice information related to supervision and 
facilitate open forum for questions and discussion. 
 
Objectives: 
1. Caseworkers will understand the role and function of supervision 
2. Caseworkers will understand the different types of supervision 








1. Discuss supervision  
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-Trainer will have each caseworker complete a personal supervision plan 
utilizing the supervision template 
 
 
4:00  Posttest & Training Evaluation 
  
Trainer should stress the importance of caseworker working through template 
and discussing with appropriate supervisor/corps officer to begin to implement 
regular supervision to increase their knowledge and skills. 
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